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Views & OPINIONS 


Power of ethical HRM 


uman resources 
represent the people 
as stakeholders, 


management and employ- 
ees. However, in its nar- 
rowest form the employees 


constitute human 
resources. Organizations 
Z need to develop interde- 


pendent relationship with 
their human resources in 
order to attain higher pro- 
ductivity and greater orga- 
nizational harmony. The interdependence should be 
founded on the mutual acknowledgement of rights and 
responsibilities of all, for only then it will be sustain- 
able and just. In this article, an attempt is being made 
to discuss the rights of employees in the back drop of 
human rights and to highlight the violations thereof in 
practice. 

Ethics is generally considered a subject of philoso- 
phy, hence ethical norms and standards can vary at dif- 
ferent times and in different cultures depending on the 
beliefs and values that prevail in a society. This makes 
ethics a choice not a mandate to follow. In the modern 
times, however, ethics is looked upon from the perspec- 
tive of responsible actions of the individuals and corpo- 
rate alike. Responsible actions are best defined as pur- 
suing one's objectives without violating others' rights. 

In other words, it is about recognizing and responding 
to the rights of all stakeholders in the letter and spirit. 
Universal declaration of Human Rights by the United 
Nations is a recent effort in this direction. Tracing back 
in history, rights of individuals were first advocated in 
the divine scriptures and the same were adopted by the 
followers of other beliefs. Societies that voluntarily 
adhere to the "Rights" are demonstrate responsible 
behaviors. There is evidence which suggests that indi- 
viduals in responsible societies live in harmony and 
work towards mutual good. 

Business organizations are miniature societies in 
themselves. What we generally observe in these organ- 
izations is that different internal groups compete with 
the other to secure their interests without consideration 
to others' legitimate interests. Doing so, these groups 
destroy the harmony, which results in mutual loss. Of 
the most dysfunctional is the competition between the 
employer and employees. Just like when a seller and 
buyer fail to negotiate, they end up bargaining, in which 
they both ignore their interests and compromise on 
their positions. 
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thinks he has won though he or she ends up paying 
something above his or her budget and the seller would 
also think he has won though he or she ends up fetch- 
ing price below his asking price. In short, in a bargain 
both the parties end up compromising on their positions 
and their respective interests are defeated. Somewhat 
similar situation prevails in the administrationof human 
resources when the relationship is based on lack of 
mutual trust and competing. Employers and employees 
both have foremost focus on price. 

It is now a practice that organizations succumb to 
higher salary demands of employees and in return they 
force the employees to compromise on their right to job 
security in particular; career advancement; dignity and 
self-esteem;and a host of other rights. Consequently, it 
is an undeniable fact that organizations get fence sitters 
- smartemployees with practically no responsibility, 
minimal commitment and compromised productivity, 
who are always in search of more lucrative job. 

Tronically, the emergent culture in human resources 
administrationhas effectively modified mindset of the 
employers and employees and has broken the mutual 
trust. Both players compete for optimizing their advan- 
tages, mostly financial, but fail to acknowledge their 
responsibility towards each other. In this scenario, pay- 
ing attention to employees' rights has become rather 
irrelevant be it in writing employment contracts, per- 
formance recognition, fair and equitable compensation, 
career advancement, right to dignity or protection 
against harassment, etc. 

CommonViolations of Employees' Rights: At the 
onset, it is interesting to note that organizations in gen- 
eral follow discriminative practices under the disguise 
of equitability which often results in inequal dissatis- 
faction amongst employees and conflicts. Thus, let us 
understand the difference between the two before 
attempting to unravel the dilemmas of inequality in 
employment relations. We will explain with an exam- 
ple: "Where the employer offers different pay and priv- 
ileges to two employees who are working on similar 
jobs or in the same job category, it is sheer discrimina- 
tion. However, where an employee at a senior position 
is paid higher pay and privileges then to an employee at 
a junior position, it is equitability." The former is uneth- 
ical and dysfunctional while the latter is opposite of it. 
A brief account of rights violations is enumerated 
below: 

Employment Contracts: Contracts generally override 
the rights of employees given by the law and justify it 
as being consented or accepted by the 
employees,although employees are not in a position to 
negotiate in most of the situations. They must take-it or 


plate that the employer may terminate the contract 
without assigning any reason thus over-riding employ- 
ees' right to job security. 

Similarly, under the contract employees are asked to 
sign "Employment Bond" which on the paper entails 
upon the employee to compensate the employer in case 
of early resignation. However, often time it is observed 
that when an employee decides to leave the job and 
even tenders the compensation money, the employer 
refuses to release him and give his earned entitlements. 

As the ulterior spirit of the bond is to bind the 
employee in employment for a given number of years. 
This is again violation of employees' right to choose. 
Contracts also restrict employees from joining similar 
organizations after they have left. Again, it is a clear 
violation of employees' right. Last but not the least, 
another common violation of employees’ rights is to 
prohibited them to join unions or associations. These 
are the most common violations of employees! rights 
made in the employment contracts. 

Privileges and Benefits: It is a common practice that 
employers introduce policies that undermine employ- 
ees' right to privileges and benefits, by over-riding rel- 
evant laws and rules. They take this position that since 
it is there policy, it prevails over the law. Moreover, it 
is also a common practice that employment terms are 
discriminated amongst employees. For instance, 
employees are given employment contracts of different 
type while they work on similar jobs and positions. 
Many a times, employers disown some resources as 
their employees, although they are working in the com- 
pany on continued basis. It is noticed that employers 
make it as a basis for discriminating employees for pay 
and benefits. 

Performance Recognition: Elaborate performance 
assessment systems are put in place, complex evalua- 
tion formats are developed, nevertheless actual evalua- 
tions are done on personal bias. Employees having 
good relations with their seniors get better evaluations; 
their actual performance is irrelevant. Evidence is 
found that Forced Ranking System of the past now rein- 
troduced as the Bell Curve reinforces bias in the evalu- 
ations. Consequently, real time performers are seldom 
recognized. 

Compensation: There has been a shift from standard- 
ized pay scales to minimum and maximum pay range. 
While this system sounds reasonable but not practiced 
so conscientiously. Rather it is taken as management 
discretion to discriminate across candidates. It also 
opens doors for violating compensation equity. For 
instance, it is found that employers offer higher salary 
and more benefits to a new inductee compared to an 


disturbing the compensation equity. "There was this 
Internal Auditor. After spending a few years in the com- 
pany, she demanded company car. She was rejected on 
the grounds that she did not negotiate it at the time of 
joining the company, whereas new commers at her 
position were given the company car automatically". 

Career Advancement: It has become a common prac- 
tice that generally employees are not exposed to devel- 
opment opportunities so they may improve their com- 
petencies. Consequently, they are denied vertical 
growth saying that they do not have the required com- 
petencies. In public sector organizations in particular, 
promotions opportunities for the rankers are contained 
by giving fast track promotions to the lateral inductees. 

Right to dignity: When it comes to writing Business 
Values, the words "Dignity" and "Equality" are much 
emphasized. However, it is a norm that employees are 
identified by their ranks and positions. Their privileges 
and entitlements are directly linked with their ranks too, 
be it rational or not. Foremost is the different standards 
of respect and protocol for seniors and juniors, fol- 
lowed by difference in the physical work environment, 
denial to basic privacy to the juniors, separate dining 
halls and rest rooms and of all rather disrespectful 
behavior with and mis-treatment of the junior staff by 
their seniors. In short, junior staff is often not treated as 
human beings at least of equal status. 

Protection against harassment: Organizations sub- 
scribe to the anti-harassment laws and make policies 
but sadly for the publicity purpose only. Evidence sug- 
gest that employees both men and women are constant- 
ly harassed both professionally and physically by their 
line managers and fellow employees, but the organiza- 
tion generally turns blind ears and eyes to it. 

Conclusion: We have basis to say that most of the 
challenges in the management of Human Resources are 
because of the dichotomies in policies and practices 
mainly due to absence of recognition and implementa- 
tion of employees' rights in the letter and spirit. Having 
said this, it is about time to develop a consensus on 
employees’ rights and to start governing the employ- 
ment on that. 

This should improve the HRM practices and be more 
compliant to the employees' rights. For consideration of 
the stakeholders, the author has developed a draft 
Declaration of Employees' Rightsunder the auspices of 
United Nation Universal Declaration of Human Rights. 
See table 1. 
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Draft articles on declaration of Employees' Rights adopted 
from UN. Universal Declaration of Human Rights 


S.No. 


i pee arr Rights . All employees shall essentially avail similar terms of employment, working conditions Action. - 
All obs stall be designed and positions shall be defined to protect employees’ right to dignity and equitable privileges without discrimination ; + Enployees shall have fair evel of economic, medical and social security to conduct 
and equality, . All employees shall have enabling-work environment, reasonable autonomy or 4A lh that a Bhs ( 
Aetons ‘ : Loiual naparbinty io theie jabs aad é their lives with dignity and fulfil their basic needs during the job and upon retirement 
. Nature of jobs shall essentially ensure and protect dignity of the employees and they empowerment, fa ir reatment and equat opportunity to succeed on their jobs and progress in ‘ 5 
h ) J A 16. | Draft Article [xvi 
shall not, with or without choice, be required to perform a job that is inhumane, thankless or their careers. : 7 : ‘ J 
generally considered disgrace 9. Draft Article [ix Employees have the right to reasonable level of rest during the working hours and paid leaves of 
«Employees shall be identified as employee and shall not be discriminated on the bass of “Aporiovel enplevees have the wohit ¢ and just resolution of their or f ni :. 
nature of ther work, postions and ranks grieved employees have the right to prompt and just resolution oftheir grievance. absence to sustain energy and balanced living respectively. 
2 | Draft Anioe fi Action. = Action, - 
Employees have the right to_conts for and be considered vthutdsrminaton, for any . Transparent grievance redressal mechanism [GRM] shall be established to evaluate, © Employes shal be given reasonable neous beaks for payers, meas an resin on 
oes assess and address employees’ just grievances. F ploy g prayers, if 
ACTIONS. — , A 4. Pen ays ie es every lay. 
+ All positions shall be offered to and filled on the sole basis of competency and open : Sipe ein a fe Bees OIaNEE ve ie Org, I loves shall he gin fle rma and contingency | 
merit . Employees shall be able to escalate their grievances within the organization as well as ‘ imployees shall be given reasonable number of annual and contingency leaves of 
3, | Draft Article fi in the Court of law in same order. absence with pay for recreation and to attend to their personal and family mater. 
Employees have the right to free choices to live and conduct themselves, so long it shall not | | 10), Draft Article [x 7 San AS 
infefere wih their work. Employees have the right to continue to have usual privileges until proved guilty of misconduct |_| Employees have the righ that their work organization guarantees just and objective determination 
Actions. ~ or indiscioline, throu ha formal disciplinary enquiry nrocass of employees’ rights and protect them against all vulnerabilities of denial, discrimination and 
«All employee shall be free to hold views and opinions, beliefs (faith) and conduct pies Peary enquay . ae inthe ariministration of their rights. 
a Ms é : fh are tions. — 
themselves in their personal lives by ther ‘free choiee so long it does not conflict with their work 4 pi SHark ersanlclons’ shall Gcuse o wei: IR palleles ‘and lplem Gn qiatens 10" aisle 
performance and that they shall not be discriminated at work thereagainst. cton. - equal and fair administration of employees’ rights 
4 Draft Article [iv . Employees shall continue to avail their usual privileges and job continuity till the time * Work organizations shall commit to conduct disciplinary enquiry against an employee in 
aa . ape Me to ea act of! ‘misconduct or ih discipline has been established aes on fair basis, affording reasonable opportunity to the employee to defend 
. Jork, choice of employment, just and favorable conditions of work and protection iia + we cle [xvii 
against unemployment. a 2 : Employ ees hal not be forced-charged jor an act which is outside the definition of || 1S Dobe wins in this Declaration may be interpreted as implying for any State, group or person 
Equal pay for qual work, without dsciminaion. misconduct andlor indiscipline ay iho nse a any activity oo perform any act aimed atthe destruction of any ofthe rights and 
+ Justand favorable remuneration ensuring for himself and his family an existence worty || 11. Draft Article [xi ; : — — 
of human dignity, and supplemented, if necessary, by other means of social protection. Employees have the right not to be reprimanded or deprived of their rights without an established 
© Job security basis. 
io ee Action. - 
yees without discrimination : : , 
LeU eI ere lari ed a ; . Employees shall not be punished or sacked nor they shall be deprived of their usual 
. Offered work opportunity on competency merit alone il se i licies and ru i il 4 
© Provided reasonable and fair and conditions of work without affecting their right to entit ements oF pin eges as per policies and rules, until proved guilty. 
dignity and decent life 12, Draft Article [xii 
© Given equitable pay in accordance with the work, without discrimination Employees have the right to complete privacy in the conduct of their private life. 
’ Protected by affording remuneration adequate for decent living of themselves and their Action. - 
Families and to spplement by other means f deemed necessary . Employees shall not be asked to provide their personal information other than that 
. Given job security in terms of job continuity or if deemed necessary to lay-off then to be d with the job, such as: religion, ethnic back d ital i h ily 
reasonably compenzted connected with the job, such as; religion, ethnic background, marital status, size of the family, 
© Provided learning opportunities necessary to sustain job, to growth and to improve parents’ profession, etc. 
employability ) Employees’ personal and professional data shall be kept confidential and out of reach of 
5. Draft Article [v other employees 
Employees have the right not to be compelled to work or quit, without reasonable grounds, 13. Draft Article [xiii] 
Actions. - 5 . . F . P 
Employees have the right not to be restricted with or without their consent to work for am 
© Employees shall have free choice to accept and to continue so long they voluntarily do i " f their choi they have left the jb. y 
so and shall not be forced to quit employment without reasonable grounds andlor mutual op PYG ON INGIE Choos aUTeE Tey Hage eth ine JOD: 
consent Action. - 
6. Draft Article [vi e Employees shall not be asked to sign bonds to commit their continuity, however, they 
Employees have the right to protection against physical or mental torture, and also against may be asked to sign a bond to compensate the work organization for the incidental cost, fixed or 
oe and harassment determinable, when they quit before the mutually agreed time period. 
tions, - : es of 
+ Alemployes shall how security agin physical and psychological miseninen or . Employees shall not be restricted to join any work organization when they have already 
harassment and personality assassination left the a rent employer : 
«No employee shall be reprimanded in a manner that causes physical injury, mental || 14. Draft Article [xiv 
inpairment, or violate his or her righ to dignity and self-esteem. Employees have the right to associate with any informal group of their choice, within or outside 
1. omar eae a lacuna ee the work organization, so long its objectives and pursuits do not conflict with the work 
mployees have the right tht their work behaviors and performance ae formally acknowledge organization’ goals and objectives 
and reinforced, without discrimination. i 
Actions, - Action. - ’ re . . . 
© Objective and fair system to assess and recognize every employee's on-the-job actions ° Employees have right to join work unions, associations of employees and outside 
«and performance shall be implemented in the letter and spirit. religious, social or political organizations of their choice, so long the objectives and pursuits of 
8 | Draft Article [vi ; such organizations do not conflict with the work organization’s objectives and pursuits. 
Employees have the right to equal privileges and obligations as per the company policies and q 
rules and entitled to protection against violation of this right. 7 Draft Article [xv 
ata ui o : Employees have equal right to social security in accordance with the resources of the work 
© Same policies and rules shall be enforced across the employees’ categories and tiers organization of economic, social and cultural rights indispensable for their dignity and free 
without discrimination, and employees’ rights to equal treatment shall be protected. choices in lives. 


